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This study aimed at assessing factors influencing performance in the police force in Mtwara region. Newalla district was selected as a case study. Three specific objectives were developed to accomplish this study; to identify factors affecting performance in an organization; to assess the impacts of TPF performance in a community; and to examine the relationship between motivation and organization performance. Cross-sectional design was used as the study design. Survey was conducted using questionnaire to collect data from 108 respondents. Results indicated that, factors that affect performance of TPF were; leadership supervisory skills, provision of rewards, bonus and incentives, effective implementation of the staff performance goals for appraisal systems, job security, training, promotion, working environment, and recognition. It was also found that, efficiency, effectiveness, and legitimacy of TPF performance was at moderate level in a community. Further, findings suggest that, motivation factors explain 20% of the TPF performance. Rewards, bonus and incentives, and salary and allowances were significant predictors (p<.000) of TPF performance. There was significant relationship between motivation and TPF performance. The study recommends that, the government should make sure work place equipment and barracks accommodations are abundantly available. Workplace equipment and facilities such as office uniforms, patrol cars, field craft weapons handcuffs and body hammers play significant impacts on employee morale in which may affect work productivity. Barrack accommodation is also useful as facilitates mobilization of the police officers in any call of emergency.
Keywords: Resources, Job involvement, Motivation &  Performance.
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This chapter gives the background information, statement of the problem, research objectives, and significance of the study, scope of the study and limitation / delimitation of the study.

2.2	Background to the Study
The Tanzania Police Force started way back since 1885 when the German colonialists created a group of men to perform the police duties. When the British took Tanganyika from the German colonialist, they formed the first Tanganyika Police Force and advertised the Tanganyika Police Force through the government Notice No. 21- 2583 Vol.1 of 25th August 1919 with its headquarters at Lushoto in Tanga region (Tanzania Police Statistics Book, 2009). 

The Tanganyika Police Force was established by the colonialists to protect their regime. After independence, 9th December 1961, some reforms were introduced after the union of Tanganyika and Zanzibar on 26th April, 1964 under the Police Force and Auxiliary Service Act, cap 322 to enable the TPF to be deployed as the National Police Force that had to operate all over the United Republic of Tanzania. Theforce has its legal basis in the country’s constitution, operating under the ministry of Home affairs. The core function of the Force is reflected in section 5 of the Police Force and Auxiliary Services Act, Cap 322, R.E 2002, which include duty of preserving peace, the maintenance of law and order, prevention and detection of crime, the apprehension and guarding of the offenders and the protection of life and property (Tanzania Police Force Annual Report, 2008). Crime prevention has been regarded as the prime function of the police force while the Constitution of the United Republic of Tanzania 1977, as amendedto 2005 article 28(i) provides that the duty to keep peace and security is for all citizens. The most common method of crime prevention applied by the police officers in Tanzania is patrol and beat. The manner to conduct beat as prevention method is governed by the Police General Order (PGO NO. 280 of 2005). Crime prevention is the challenging job which requires well motivated police officers with better working environment.

 Police officers are also legally empowered to investigate crimes. The Police General Order (P.G.O) as amended in (2005) provides guidelines on the investigation of crimes. Therefore, this requires police officers to have skills, knowledge and experience on how to interview witnesses and suspects and even cooperate with the society so that information can easily be acquired from the public and the goal of crime prevention be achieved for the public safety and security. However, since independence Tanzania has enjoyed low levels of crime compared to neighboring countries in East Africa.

Crime situation came to change from the 1990th where major changes in nature, character and type of crimes experienced. The country started to experience waves of armed robberies, carjacking, bank robberies, and illicit drug trafficking and other related crimes. The performance of the police force started to face different crimes due to effects of globalization and advancement of science and technology. These effects of globalization and advancement of science and technology led to different challenges such as international political and economic changes, motivation, infrastructure, office equipment, recruitment, selection and placement, human resource retention, crime situation, budget reduction, transport and communication, national policing, promotion and transfer, (Tanzania Police Force Annual Report, 2008).

Police force like any other service organizations experienced major reductions in its budget which led to inadequate working tools and equipment. Moreover, government decision to freeze recruitment rate due to retirement, death and dismissal reduced the size of the workforce and consequently hindered better performance of the existing staff. The above challenges were happening as a country was undergoing a process of democratization. Thus, the public started to demand with louder voices better and timely services from the police force at the same time questioning the capability and integrity of the force.

With the increased complexity of the police roles and the movement towards new policing, the police work has become more complex and necessitates the importance of hiring and retaining high quality personnel (Reborge & KuyCenda, 1997). Policing is no longer a relatively simple task Goldstein (1997, p.284). Rather police officer roles in today’s democratic society are extremely significant and complex (Carter & Sapp, 1990). They are called law enforcers, observe constitutional restraint on the exercise of government power and answer individual chaos and safety (Travis, 1996).

The TPF is headed by the Inspector General of Police (IGP assisted by eight commissioners. The commissioner of Zanzibar, The commissioner of community policing, The commissioner of logistic and finance, The commissioner of Dar es salaam zone, The commissioner of criminal investigations, The commissioner of Forensic Bureau, The commissioner of operation and lastly the commissioner of administration and management. At the regional and distinct levels, the IGP is assisted by Regional police commanders, Officer Commanding District and Officer commanding stations. On the other hand, the Inspector General of Police is being assisted by the Unit commanders of specialized units namely Marine, Traffic, Air Wing, Dog and Horse, Airports, Railways, Stock Theft Prevention Unit, Vehicle Maintenance Unit, Signal and ICT building, Quartermaster, Medical and Band (Police Annual Report, 2008).

Performance standards in the police force is an area that attracts global concern, several areas have developed different strategies and techniques to improve performance in the police force although the results have been minimum(Walker,2004). In Tanzania during election 2005 crime and fear of crime rose throughout the country, simultaneously levels of problems, limiting effective performance in the police force that have to do with human resource motivation (Mwema, 2005).

The issue of ethical conduct of police has received a great deal from international and national regions in promoting performance in the police force. A consensus has been developed world wide even the importance of reforming the police force to strengthen performance and improve on service delivery (Weisdurd, 2003). Such reforms are crucial in protecting public resources; enhance performance and strengthening government role in speeding development and providing necessary solutions (Moncie & Hudges, 2008). At the core of transformation in Human Resource Management, the human motivation factor is the key to better performance of the employee (Maguire, 2007).

Performance is a key to an organization as organization will appropriately produce support and increase the work effectiveness of their employees and tend to receive good reform that achieve rapid, effective and sustainable development. In contrast, lack of appropriate procedures and support to the employees results in employees being ineffective, apathetic and unable to achieve the desired work performance (Santiwong, 1984). However, in any organization, living in an unsafe and disruptive environment holds back the diverse advancement of a company.

2.3	Statement of the Problem
Performance in the police force in Tanzania has been deteriorating as everyday criminal matters are being experienced. It is apparent that increasing crime rate undermines public confidence. The number of criminal offences reported in 2015 was 519,203 compared with 528,575 that were reported in 2014. This is an increase of 264810 offences which is equivalent to 23.5 percent. In 2015 at national level, the number of major traffic offences reported was 8,777 which caused 3,574 deaths and injuries to 9,993 persons. 

In terms of road safety incidents, a total of 1,390482 offences were reported in 2015 compared to 1,125,672 in 2014. This is an increase of 264,810 offences which is equivalent to 23.5 percent. In 2015 at national level the number of major traffic offences reported was 8,777 which caused 3,574 deaths and injuries to 9,993 persons (Tanzania Police Crime Statistic Book, 2016). In response to this situation, the police force took number of measures including establishment of community policing which put more emphasize on using traditional security groups to supplement police works. Other similar effects were formulated including the adoption of ICT to deal with cyber offences, internal operations and joint operation efforts to curb the armed robbery and corruption. 





To assess the factors influencing performance in the police force.
2.4.2	Specific Objectives
Following the subject understudy, the following are specific objectives;
i.	To identify factors affecting performance in the TPF.
ii.	To assess the level of performance in the police towards the community.
iii.	To examine the relationship between organizational performance and motivation.

2.5	Research Questions
The following are suggested questions of the study
i.	What are the factors that affect performance in the TPF?
ii.	What is the level of TPF performance on community?
iii.	To what extent motivation influence organizational performance?

2.6	Significance of the Study
The study will be useful to senior officers in the police force as a reminder to them to comply with important factors affecting performance in the police force. The study enables police officers to be aware of the influential factors affecting performance in the police force. The research serves as reference materials for scholars and help to generate academic arguments and further areas of study. The study is useful to the government and policy makers in utilizing the knowledge gained from this study in assisting and developing programs that will address challenges affecting performance in the police force. The study makes an empirical contribution to the field of performance and particularly performance in the police force. The study provides theoretical framework which forms bases for further studies in the field of performance in the police force.
2.7	Scope of the study



























According to Hellriegel and Slocum (1999), performance can be defined as a consequence of the efforts employed by people in the organization at different levels. And these efforts resultantly lead to achieving goals and improved organizational performance (Armstrong & Baron, 1998). Brown (2008) defines performance as how well a person completes tasks and also the attitude with which he/she completes the tasks. According to Hesen (2004), performance can be defined in terms of quantifiable outcome of work behaviors such as amount of sales, number sold and in terms of behavioral dimensions which may include work related communicators, decision making, problem solving and other skills.

Baldories (2008) defines performance as carrying out activities efficiently and effectively to meet agreed job objectives. Employee performance means using their skills, ability, experience and so forth to perform the assigned task required by their subordinate with effectiveness and efficiency (Dubrin, 2006). Performance implies both behavior and result to behavior emanate from the performer and transforms performance from abstraction to action. It is defined simply in output term in other word it is the achievement of quantified objectives. It is however not only the matters of what people achieve but how they achieve it (Upadhay, 2010).  It is not just the instruments for result, behaviors are also outcomes in their own right in order to protect mental and physical effort applied to tasks and can be judged apart from results (Herman, 2009). There are three components of performance which are objectives, competencies and development. Objectives identify and evaluate employees’ major work, objectives; this is a measurement of results. Competencies evaluate employees on the competencies that you have to determine. Development creates individual development plans to enhance employee strength and to build performance gaps.

2.2.2	Motivation
Motivation is a psychological process that results from the interactions between an employee and the work environment. It is the process that raises, directs, energizes and maintains behavior and performance. Motivation promotes work towards the actions which helps them to achieve a preferred task and employee effectiveness in a way which can inspire people to do their work and can bring more work motivation to their commitment on their own jobs (Rizwan et al., 2010). Motivation is compulsory for all organizations in this world as it can motivate the workers doing their work for achieving the organizational goals.

According to Johnson (2005), employee motivation is based on a force that pushes people to make a particular job and put in effort; motivation in the context of work is a psychological process that results from the interaction between an employee and the work environment. The employees are willing to increase their work effort in order to obtain specific needs or desire that they hold. If the level of motivation increases, the performance of employees will also increase. In other words, motivation level is directly and positively related with the employee performance. In additional, motivation is a power that strengthens behaviour, this explanation identifies that in order to attain assured targets, individuals need to be satisfactorily energetic and be clear about their destinations.

Motivation can be intrinsic or extrinsic. Intrinsic motivation refers to behavior that is driven by internal rewards such as autonomy, feedback, recognition, work itself, responsibility, advancement and growth. In other words, the motivation to engage in a behavior arises from within the individual because it is naturally satisfying. Extrinsic motivation refers to behavior that is driven by external rewards such as salary, rewards, working conditions, supervision, and relationship with peers and relationship with boss. This type of motivation arises from outside the individual.

2.2.3	Job Involvement
Job involvement is defined as a joint decision making between management and subordinate. Kahn (1990) defines as the harnessing of organization members selves to their work roles; involving people employ and express themselves physically, cognitively and emotionally doing role performance. Putting it simply, the term job involvement refers to the physical and mental presence of the employee while doing work. Paullayet al. (1994), defines job involvement as the degree to which one is cognitively preoccupied with, engaged in, and concerned with one’s present. 

2.2.4	Resources
Resources are defined as a sort of supply, support, or aid especially one that can be readily drawn up when needed. A resource can be financial or physical. Financial resource is the money available to a business for spending in the form of cash, liquid securities and credit lines. Physical resources are tangible items that are necessary and available for a business to function. These are items that take space, have a value and are used in the operation of the company. These include land, buildings, vehicles, equipment and other related resources.

2.3	Theoretical Literature Review
2.3.1	Herzberg’s Two- Factor Theory
The theory consists of two main categories which are motivators and hygiene factors and distinguishes between the two. Important is that factors are either motivators or hygiene factors, but never both motivators are intrinsic motivational factors such as challenging work, achievement, growth, recognition and responsibility. And hygiene factors are extrinsic motivational factors such as job security, supervision, company policy, working environment and salary.

Motivating factors can when present lead to satisfaction and hygiene factors can when not present lead to dissatisfaction but the two factors cannot be treated as opposite from each other. The satisfaction of hygiene needs can prevent dissatisfaction and poor performance but only the satisfaction of the factors of motivation will bring the type of improvements in performance Hertzberg (1993).A fundamental idea from this theory is that, workers who are motivated perform better than those who are not motivated.

2.3.2 Strength and weakness of Herzberg’s Theory
This theory of motivation implies both some strengths and weaknesses. Strength implies quality or state of being strong; it is the capacity of an object or substance to withstand great force or pressure. Weakness means the state or condition of being weak; it is a disadvantage or fault. Among the strength is that satisfaction obtained from motivation factors such as training, acknowledgement of effort taken and personal development can motivate employee while among the weakness is that does not consider individual personality, applies on short term, however in some workplace it is hard to distinguish between hygiene factors and motivators. Below in Figure 2.1, a Table is presented with Hertzberg’s motivators and hygiene’s. As seen in the figure, motivators are intrinsic conditions to the work itself and hygiene’s extrinsic condition to the work.

Table 2.1: Hertzberg’s Motivators and Hygiene Factors.











Source: Researcher design (2020).

2.3.2	Maslow Hierarchy of Needs
The Two- Factor Theory of Hertzberg (1959) is related to Maslow’s (1943) theory of motivation named Hierarchy of needs. Maslow (1943) states inhierarchy of needs that, there are at least five sets of goals which are called the basic needs namely physiological, safety, love, esteem, and self-actualization. When the first physiological need is satisfied the next higher order, need has to be satisfied. Maslow distinguishes between lower and higher order, needs; the lower order needs have to be satisfied in order to pursue higher level motivators along the line of self-fulfillment Maslow (1943). Maslow (1943) argues that self- actualization is absolutely not something extrinsic that an organization needs for health such as tree needs water. Hereby Maslow (1943) refers to the lower needs as being more extrinsic and higher order needs more intrinsic.

In fact, Hertzberg, Mausner and Synderman (1959) redefined Maslow’s (1943) Hierarchy of needs into their two categories namely hygiene and motivators. This is one of the first attempts to make up the difference between intrinsic and extrinsic motivation Staw (1976). And they emphasize that satisfaction and dissatisfactions cannot be treated as opposite from each other Salancik and Pfeiffer (1977).

Figure 20.1: A Chart of Maslow’s Hierarchy of Need
Source: Researcher Design 2020


According to Furnham, et al., (1998) argue that the motivator needs of Hertzberg are very similar to the higher order needs in Maslow’s theory of needs. It can be stated that Hertzberg’s (1959) Two- Factor Theory and Maslow’s (1943) hierarchy of needs are two related theories. And it seems that these two theories form the basis for later motivation theories since they make a very distinction between intrinsic and extrinsic motivation. Below in Figure 2.1 a chart of Maslow’s hierarchy of need is present.

2.4	Empirical Literature Review
Various empirical studies were reviewed by the researcher so as to consider what others have obtained so as to get the knowledge gap.

2.4.1	Rewards
Police works is seldom performed under the watchful eyes of people and great reliance is placed on the high levels of motivation (Brunettoetal. 1999). Highly motivated officers produce better outcomes (Whisenetal., 1998; Hertzberg, 2003). It is important that senior officers in the force understand factors affecting good performance and thus ought to correct. There is currently a death of information on factors that motivate and demotivate police in their workplace (Breek & Bragg, 2003).

Bateman and Organ (1980) in the study in India found that police officers have relatively low levels of performance due to demotivation. A number of researchers have also researched specific elements that motivated officers in performing their duties and these elements include rewards and employee involvement (Lord, 2002). In the achieved culture, the person who does the best job is the one who gets the rewards which are intrinsic to the task. Today’s workplace environment requires managers to be skilled in change management to move from traditional managers to that of leaders (Cole et al., 2004). Leaders have the ability to administer rewards and privileges and persons in search organization are typically motivated by the strong leader. Leaders have the capacity to maximize their output by motivating employees. To maintain this motivation in an environment that is continuously dying, leaders must pose good and appropriate factors that lead to motivation of (Staff Costa, 2003).

2.4.2	Organisation Goals for Appraisal Systems
 Murphy (2004) criticizes that, organization goal for performance appraisal systems are not considered carefully enough and this results in systems attempting to achieve too much. Moreover, Murphy and Cleveland (1995) make the point that the organizational goals for appraisal systems need to be compatible with the appraiser and appraise want to get out of it; if not, they will not use it effectively. Alongside the importance of aligning employees’ efforts with company objectives is the need to clearly communicate the organizations expectation of its employers. Lock and Latham (1990) have shown strong evidence for the effectiveness of individual goal setting although the majority of such work has not been done in the context of appraisal. They advocate the use of goals that are specific, moderately difficult and accepted by the individuals for whom they are set.

The Acas (2005) model at work place also insists that, employees require clarity around expectations of them in terms of standards of performance and behavior and they need consistency in application of process. Acas states that at an individual level appraisal system is an idea way of clarifying objects and that appraisal provide the opportunity for managers to check that employees understand what is expected of them. Wikna (2008) also claim that, in designing any employees’ performance management systems; expectations for employees need to be stated with clear measurable performance goals.

An organization culture that focuses on using performance management process to improve the business is a key behavioral factor in the implementation of performance management process (De Waal, 2003). Alongside the need to integrate performance management into culture of the organization: systems should also be adopted to accommodate the different requirements of varied employees within an organization. Rees and Peter (2003) suggest that, systems should take into account differing organizational needs, priorities, levels of managerial expertise, styles of management and the sophistication of employees.

2.4.3	Leadership Supervisory Skills
This is the extent to which management is supportive of the employees and encourages employees to support each other. Many managers in organizations realize that it is the quality of the employee’s work place environment that relates to employee performance (Chandrasekhar, 2011). Managers should further be enhanced through the positive use of regular supportive and good professional and administrative supervision (Grasso, 1994). Management styles that embrace collaboration and participatory approaches that facilitate effective team work and collegial support have been shown to increase job satisfaction (Smith & Nurston, 1998). 

Sadly, though many managers and supervisors remain unskilled to deal with the social and emotional requirement or are simply disinterested in making this organizational or personal priority. Senior officers in the force should make sure that they comply with this important role in supervising junior police officers and manage all chaotic situations for better and effective performance.

2.4.4	Salary
Salary is extensively researched as an extrinsic motivator. Since it is labeled as an extrinsic factor, it is not perceived as causing motivation in the work place Herzberg (1959). However, recent research of Anseret al. (1997) provides considerable evidence that, higher wages affect job performance. These statements are confirmed by Ryneset al. (2014) on the argument that, pay is probably the most important factor. Lowering wage levels to market parity can even reduce work productivity. Salaries should reflect the dangers and inconveniences associated with tasks performed by police officers. Complying with this situation will keep the police officers pay attention to any emergency calling. Dollard et al. (2001) suggests that financial worries have significant positive relationship with psychological strain. Thus, there should be explicit means to provide fair and adequate salaries to police officers. Sumra, (2004) believes that high salary has the supremacy to magnetize, maintain and motivate individuals towards better performance.

2.4.5	Training
Ngirwa (2005) defines training as a learning process in which people acquire knowledge, skills, experience and attitude that they need to perform their job well for the achievement of the organization and individual goal. Training is the process of increasing knowledge and skills for doing a particular job. Training is essential for maintaining global competitiveness because it helps to deal with the competitive challenges that organizations face (Ngirwa, 2005). 

Educational and Training Journal (2002) see a well- planned and well executed training program providing high quality productivity improving the level of performance, make more economical use of materials and machine, reduce supervision cost, lowering accident rates, high morale, eliminate employee fear in attempting new tasks and even improves employee confidence and adjust to change. Prasad (2006) further states that training can play many roles in an organization such as increase morale of employees, better human relation, reduced supervision, increased organization viability and flexibility.

2.4.6	Promotions
Bohlander (2004) puts it forward that promotions involve change of the assignment to that of a higher level in the organization. The new job normally provides an increase in pay and status and demands more skills and carries more responsibility. Promotions enable an organization to utilize the skills and abilities of its personnel more effectively, thus good performance realized.  Stephen et al. (1999) say that status is a prestige grading, position, or rank within a group, it is therefore important for employee to behave that the status of an individual in a system in any merit with the job he or she is assigned to. The possibility of advancement often serves as a major incentive for superior management performance, and promotions are the most significant way to recognize superior performance. Therefore, it is extremely important that promotion be fair, based on merit and even without favoritism.
2.4.7	Cooperation
This is based on mutual trust between the individual and the organization, a humanistic value system permeates this type of culture and the employee care for each other. Thus, in improving performance in an organization, there need to be considerable amount of communication and interpersonal warmth. Wikna (2008) states that senior management needs to show leadership and set the tone for performance building the right culture based on efficient delivery of service, organized and multidisciplinary team work and effective communication at all levels. Wikina (2008) also argues that the leadership needs to provide and allocate tools for performance management for an improvement of the employee performance. Support culture of work is a place where employees go out of their way to cooperate and help each other. Cooperation and harmony are emphasized as members of the department experience a strong sense of belonging.

2.4.8	Employee Participation
Locke and Schweiger (1979) define employee participation as an influence sharing process among employees who are not at the same hierarchical. Managers and subordinates are equally involved in organization affairs like problem solving, information sharing and decision making by undertaking the participative management practices (Wagner, 1994). The concept of employee participation, nowadays, is a matter of grave interest for majority of the employers as it possibly results in enhancing employee performance, improving their morality, and eventually leading to higher job satisfaction (Likert, 1961; Wilpert, 1998; Markey, 2001). Based on the literature, a positive result is expected between employee participation and employee performance.

2.4.9	Employee Relationship
For higher performance and lower absenteeism, socialization and interaction can be of great help (Padilla- Velez, 1993). Thus, the relationship between employers and employees needs to be cordial for an effective communication and efficient performance. Employee relations have a great influence on the success of the entire company. Thus, the creation and reconciliation of internal relations among employees of different departments are very important for the successful operations in a company and for the improved performance of employees (Ahmed & Rafiq, 2003). Moreover, Ahmed and Rafiq (2003) argue that in an organization, through understanding and confidentiality, trust and loyalty help in achieving good relations.

Al Damore (2015) states that, a well- maintained employee relationserves three purposes to the organization. First, it helps in tackling and administering the conflict at the workplace, hence minimizing the disruptive behavior. Second, it assists employers to be able to identify and avoid conflicts ahead of time which helps employees focus on their professional development, and also support organizational goals. Third, and above all, it creates a culture that considers the interest and wellbeing of employees. In the light of said literature, a positive relationship between employee relations and employee performance is expected.

2.4.10	Workplace Environment
According to Naharruddin and Sadeg (2013), Work place environment is another factor that plays a crucial role in ensuring employees work performance since it impacts employees and productivity. Work place environment refers to positive or friendly mental state of an individual. Workplace environmental factors are said to have significant impacts on employee morale in which may affect workplace productivity. Research shows that employees work performance level depends on the factors of workplace environment (Nahariddin & Sadegi, 2003). Thus, when the workplace environment is not appropriate, employee’s productivity and performance also decrease. Number of different studies has shown the connection between employee’s performance with workplace features such as communication, supervision, resource availability and goal setting. This is because those who work under inconvenient will most probably engage with low performance and end up with occupational issues such as absenteeism (Leblebici, 2012).

Many managers in organizations realize that it is the quality of the employee’s workplace environment that relates to employee performance. In fact, it is the quality of work place environment that impacts the employee level of performance (Chandrasekar, 2011). Several factors of workplace environment may lead to level of employee performance and one of them is job satisfaction which plays a crucial role since performance of an individual is reciprocal with the amount of satisfaction derived from the work and they are likely to be better performers in the organization (Fisher, 2003). So far, those who are complaining on the discomfort and dissatisfaction are the one who are affected by the workplace environment (Leaman, 1995).

2.5	Research Gap
Despite the empirical studies showing the positive outcomes of motivation and strategies done by the government to assist organizations to improve performance, a lot has been written on performance and specifically the measurement aspects of it in developed and developing countries inside and outside Africa. Several studies (Markey, 2001; Ngirwa, 2005; Wikina, 2008 Naharrudin and Sadeg, 2013; Al Damore, 2015) indicate that, factors such as workplace environment, employee relationship and cooperation, training, and motivational incentives have significant relationship with organizational performance.

However, there has been concern that motivation factors can really help to improve performance in the police force; using various respondents in all departments such as C.I.D, Traffic Unit, General Duty, Dog Section and Horse Unit still research shows that there is poor  performance in the police force. Thus, the study seeks to establish the reasons for underperformance and the influence of motivation to the contribution of performance in the police force.

2.6	Conceptual Framework

















Figure 20.2: Conceptual Framework






This chapter presents research philosophy, research design, area of study, population, sample and sampling procedure, data collection methods and data analysis.

3.2	Research Approach
According to Johnson and Christensen (2005), research approach is a perspective that is based on the set of shared assumptions, values, concepts and practices. The researcher used the combination of both qualitative and quantitative research approaches. The purpose of using both methods is to be able to examine further into the dataset to understand its meaning and to use one method to verify findings from other method (Morse, 1991; Onwuegbuzie & Leech, 2005; Cress well& Plano Clark, 2007).

3.3	Research Design
According to Kothari (2004), research design is the organization of conditions for collection and analysis of data in a manner that aims to combine relevance to a research purpose. It is the plan, structure, and strategy of investigation concerned so as to obtain answers to research questions and control variances. Decisions regarding what, where, when, how much, by what means concerning an inquiry or research study constitute a research design (Kothari 2004).Selltizet al. (1962) define research design as the arrangement of conditions for collection and analysis of data in a manner that aims to combine relevance to the research purpose with economy in procedure.

This study employed cross-sectional design in which an investigation was carried out for the entire study only once. Cross-sectional studies are done one time or for a limited period. They are normally done to predict the prevalence of information findings in a certain population. Therefore, cross-sectional analysis provides a 'snapshot' at a given time of the findings and the related characteristics. The cross-sectional study is very inexpensive and takes a short time. The prevalence of the interest rate effects can be calculated as samples from the whole population are normally obtained. As a data collection tool, the questionnaire was used in order to acquire primary data during the analysis.

3.4	Area of the Study
The study was conducted inNewala District covering police officers of all ranks and departments of Tanzania police force. Newala District was favorably sampled as a study area due to its remoteness, unfriendly environment and even huge scarce of essential needs required by the police officers. Thus, the are selected with the view that respondents selected from the area of study have good knowledge and familiar with important factors likely to influence performance in the police force. Also, the selected area enabled the researcher to obtain detailed information and data due to fact that the researcher in experienced and familiar with the study area. Not only that but also issues of time, financial, transport and meals costs triggered the researcher to select Newala District as a study area.

3.5	Population
Population refers to entire group of individuals or objects having common observable characteristics. It is the totality of the objects and investigation Adam and Kamuzora, (2008). The study comprises 108 police officers of different ranks from general duties, traffic unit, and criminal investigation department. Amongst 8of them were gazetted officers from the rank of ASP to ACP and included the following: The Regional Police Commander, Staff Officer I, Regional Crime Officer, Regional Crime Intelligence Officer, Regional Traffic Officer, Officer Commanding District, Officer Commanding of Criminal Investigation Department and the Officer Commanding Station.10 of the participants were inspectors’ and 90 participants were rank and file non managerial staff from CID, Traffic Unit and GD.

3.6	Sampling Design and Procedures
Sample is a complete set of group members that the researcher intends to study. Singh (1986) defines sampling as a term been reserved for a set of unit or portion of an aggregate and material which was selected in the belief that it would be a representative of the whole aggregate. Sampling is one of the best techniques used in selecting respondents in small number enough to be as true representative of the population from which it is selected. 

The selected employee drawn from the total number of employees in different departments from members of the force were selected as the representative sample. According to Kothari (2004) there are basically two types of sampling methods which are probability and non-probability sampling. Under probability sampling, sampling techniques that was used in the study involved simple random sampling and stratified sampling whereby under non- probability sampling, purposive sampling was used.
3.6.1	Simple Random Sampling
Simple random sampling is a probability sampling whereby all members in population have equal chance of being selected to from a sample (Adam & Kamuzora, 2008).  Babbie (1989) defines simple random sampling as a type of probability sampling by which units comprising a population are assigned numbers, a set of random numbers is then generated and the units having those numbers are included in the sample. This implies that, the population is on the same status and each unit of the population has the same probability of being selected in the sample. In this study, Simple Random Sampling was used to obtain 10 police inspectors and 90 rank and file members of the police force from non- managerial staff thus, from GD, CID and Traffic Unit.

3.6.2	Stratified Sampling
Refers to a type of sampling method where the researcher divides the population into separate groups called strata and then a probability sample is drawn from each group. It is through this sampling technique where the total population is divided into different groups or layers before the selection requirement (Adam & Kamuzora, 2005). It enables the research to obtain information about different parts of the universe and draw separate conclusion for each stratum (Bhattaryya, 2005). The study population consists of three major groups; Managerial staffs, Middle ranked police officers and non- Managerial staffs from GD, CID, and Traffic Unit. Since the group were heterogeneous in nature the research made three strata each of the stratum being homogeneous and respondents have been selected from each stratified sample through simple random sampling.
3.6.3	Purposive Sampling
Purposive sampling sometimes known as judgmental Sampling because the researcher chooses only those elements which she/he believes is able to deliver the required data (Adam & Kamuzora, 2008). The selection of these techniques was done purposely with the expectation of getting data which would be helpful in accomplishing research. The Regional Police Commander (RPC), Staff Officer I (SOI), Regional Crime Officer (RCO), Regional Crime Intelligence Officer (RCIO) Regional Traffic Officer (RTO), Officer Commanding District(OCD), Officer Commanding of Criminal Investigation Department (OC-CID) and the Officer Commanding Station (OCS), for instance are important in the study because they possess experience and are the ones who supervises employee performance hence can be in better position to understand their strengths and weaknesses. The research picked these people believing that they have useful information for the study. Thus, purposeful sampling has been used to obtain eight senior officers’ managerial staff to make a total of 108 respondents.

3.6.4	Sample Size
Kothari (2004) defines sample as a collection of some parts of the population on the basis of which the judgement is made, small sample for convenient data collection and large enough to be a true representative of the population from which it was selected. It is the act of choosing the number of observations or replicates to include in a statistical sample. The sample size is an important feature in any empirical study in which the goal is to make inferences about a population from the sample. A sample size of 108 respondents in Newala District at Mtwara region was considered. This was done with the aim of ensuring accessibility, easy management and cost reduction on data collection by the researcher.

3.7	Variables and Measurement Procedures
The researcher made use of both primary and secondary data as sources of information. Primary data were obtained from selected employees of the members of the police force where the researcher put to use structured and non- structured questionnaire supported with personnel interview of the selected employees from the member of the force. The secondary data were obtained from published and unpublished literature with regards to the topic understudy mainly from journals, newspapers, books, and magazines.

3.8	Data Collection Methods
There are two types of data that is primary and secondary data. Primary data are those which are collected afresh and for the first time and those happen to be original in characteristic. The secondary data on the other hand are those which have been collected by someone else and which have already been passed through statistical process Kothari (2004). This study used both primary and secondary data. Data collection methods involved the use of questionnaires.

3.8.1	Questionnaire
Questionnaire is the list of questions being asked in which respondents give the answers Battacharyya, (2005). According to Adam and Kamuzora (2008), questions refer to an instrument of data collection that consists of a set of predetermined and structured questions given to the subject to respond to in writing or to be filled by respondents’ through self -administered questions. Also, it is a data collection method that involves list of both open and closed ended questions sought to be answered by respondents. Closed ended questions helped to analyze and quantify the information provided while open ended questions were used to give respondents chances to provide views and opinions about a research problem understudy, also provide recommendation and means to implement the outcome of the research problem.

3.9	Data Processing and Analysis
Data processing involved editing, cleaning, coding, classification and tabulation of collected data so that they are amenable to analysis (Kothari, 2004). This is an immediate stage between data collection and data analysis. Quantitative data from the questionnaires were categorized, coded and entered into the computer for computation of descriptive statistics. The Statistical Package for Social Sciences (SPSS) was used to run descriptive analysis to produce frequency distribution, percentages, mean and standard deviations based on various characteristics of the respondents.

3.10	Reliability and Validity Analysis
3.10.1	Reliability Analysis
The study ensured that the data obtained were important and reliable for achieving the research objectives. Repetitiveness and accuracy can be considered reliability in the criteria of measurement (Kothari 2004). Cronbach’s Alpha was used to test reliability. The closest it is to 1.0, the greater the internal precision of the data. Alpha Cronbach varies between 0 and 1.
The results of the test in Table 3.1 indicate that in all variables the Cronbach coefficient was more than 70 percent. The reliability coefficients of 0.7 or higher are deemed sufficient for further analysis.

Table 3.1: Reliability Analysis
Item	Number of Respondents	Cronbach’s Alpha	Number of items
Demographic variables	108	0.831	5
Factors influecing TPF performance	108	0.914	10
Performance factors	108	0.903	5
Motivational factors	108	0.891	5
Source: Field Data, 2020

3.10.2	Validity Analysis








DATA PRESENTATION AND ANALYSIS
4.1	Chapter Overview
This chapter presents the analysis of the findings of the study basing on suggested research questions. The study intends to meet the following objectives; to identify factors affecting performance in the TPF; to assess the impacts of performance in the police towards the community; and to examine the relationship between organizational performance and motivation.

4.2	Demographic Characteristics of the Respondents
This part presents the main characteristics of the respondents categorized in terms of sex, age, level of education and working rank. Descriptive statistics were used to summarise the findings using frequency and percentage. 

4.2.1	Sex of the Respondents
Researcher sought to assess sex orientation of the respondents. It was found that, 74% (80) of the respondents were male and 26% (28) of them were females.This indicate that, majority of the study participants were male employees as depicted on Table 4.1.






Source: Researcher Data, 2020
4.2.2	Age of the Respondents
Respondents were asked to state their age as regards to categories outlined in the questionnaire. Out of the 108 respondents 80(74%) were aged between 41 and 60 years while only 28 (25%) were aged between 25 and 40 years as shown on Table 4.2.






Source: Researcher Data, 2020

4.2.3	Educational Level of the Respondents
In case of educational level, 10(9%) respondents had Master degree, 60(56%) had first degree, 20(19%) had diploma, 15(14%) had Secondary education certificates, 3(2%) had primary education. Table 4.3 provides the details.

Table 0.3: Descriptive Statistics showing Distribution of Respondents by Education Level







Source: Researcher Data, 2020

4.2.4	Ranks of the Respondents
The TPF is structured basing on different ranks ranging from Police constable to Inspector General of Police (IGP) which is the highest rank in the force.Table 4.4 shows that, 8(7.4%) respondents were officers of the rank of Assistant Superintendent of Police to Senior Assistant of Police. Further, it indicates that, 10(9.3%) of the respondents were of the rank of Assistant Inspectors to full Inspectors while 90(83.3%) respondents were of the rank of Police constables to Staff Sergeant.

Table 0.4: Descriptive Statistics showing Distribution of Respondents by working Rank
 Rank	Frequency	Percentage (%)
PC- S/SGT	             90	             83.3%
A/ INSP- INSP.	             10	              9.3%
ASP-ACP	              8	              7.4%
Total	             108	              100
Source: Research Data (2020)

4.5. Factors Influencing Performance in the Police Force
Respondents were asked to rank various factors contributing to an effective work place performance in the police force using the likert scale comprising five ranks which were;“Strongly Agree”, “Agree”, “Disagree”, “Strongly Disagree”, and “Not Sure”.

4.2.5	Provision of Rewards, Bonus and Incentives
Respondents were asked to rank whether provision of rewards to employees could be an influential factor to an effective work performance in the Police force. Table 4.5 indicates that out of 108 (100%) which was the total sample 82(76%) respondents agreed that provision of rewards including bonus and incentives to employees contributes to an effective work performance while 12(11%) respondents disagreed and 14(13%) respondents were not sure of the statement.
Table 0.5: Provision of Rewards, bonus and Incentives (N=108)
	Frequency	         Percent
Strongly Agree	  62	             57
Agree	20	             18
Disagree	6	              6
Strongly Disagree	6	6
Not Sure	  14	              13
Total	             108	             100
Source: Research Data (2020)

4.2.6	Leadership Supervisory Skills
Based on the question of Leadership Supervisory Skills on performance, the findings indicated in Table 4.6 shows that 60(55%) respondents agreed while 42(39%) respondents disagreed and 6(6%) respondents were not sure with Leadership Supervisory Skills as an influential factor to an effective performance in the work force.

Table 0.6: Leadership Supervisory Skills (N=108)
	Frequency	           Percent
Strongly Agree	                20	              18
Agree	                40	              37
Disagree	                10	                9
Strongly Disagree	                32	               30
Not Sure	                  6	                 6
Total	                108	               100
Source: Research Data (2020)

4.2.7	Effective Implementation of Staff Performance Goals for Appraisal Systems
Likewise, the respondents were asked to comment on Effective Implementation of the Staff Performance goals for appraisal systems as an important contributory factor to an effective performance. Basing on this question, the findings indicated in table 4.7 shows that 92(85%) respondents agreed to the argument while 10(9%) respondents disagreed and 6(6%) were not sure on whether failure to an effective implementation of the staff performance goals for appraisal systems affects performance in the police force.









Source: Research Data (2020)

4.2.8	Salary and Allowances








Source: Research Data (2020)

Respondents were also asked to comment on Salary and Allowances as among the factors that affect performance in the Police force. Basing on this question table 4.8 shows that 89(82.4%) respondents agreed to the argument while 12(11.4%) respondent disagreed and 7(6.5%) respondents were not sure on the question whether Salary and allowances contributes to an effective performance in the police force.

4.2.9	Job Security
When respondents were asked to comment on the issue of Job Security as an important factor for employee performance in the work place, the response was as follows as indicated in table 4.9 whereas the finding shows that 48(44%) respondents agreed while 54(50%) respondents disagreed and 6(6%) respondents were not sure on the question whether Job Security affects work performance in the Police force.









Source: Research Data (2020)

4.2.10	Company Rules and Policies
Furthermore, the respondents were asked to comment on the Company rules and Policies as whether they are influential factors to the performance in the police force. Basing on this argument as indicated in table 4.10 below the findings shows that 70(65%) respondents agreed that for an effective performance in the work place there should be a degree of explicitness of rules and policies while 28(26%) disagreed and 10(9%) were not sure on that contention.

Table 0.10: Company Rules and Policies (N=108)
	Frequency	Percentage
Strongly Agree	                  50	                46
Agree	                  20	                19
Disagree	                  14	                13
Strongly Disagree	                  14	                13
Not Sure	                  10	                  9
Total	                 108	               100
Source: Research Data (2020)
4.2.11	Training
Respondents as well were asked to state whether training is important to the performance improvement in the police force. Findings reveal that, 81(75%) respondents agreed that training employees is important for improving work performance while 18(16%) respondents disagreed and 9(9%) respondents were not sure on the contention that training plays an important role to an effective performance as shown on Table 4.11. However, when interviewed the senior members of the force the argument was that training practices impart police officers with skills and knowledge that could enable prevention of crime, reduction of car accidents and the advanced criminals’ apprehension.








Total	                   108	                 100
Source: Research Data (2020)

4.2.12	Employee’ Promotion
Based on the question of Promotion being an important factor for improving performance to employees the findings indicated in table 4.12, reveals that 83(77%) respondents agreed on that argument while 19(17%) disagreed and 6(6%) were not sure on whether promotion increases work performance in an organization.
Table 0.12: Employee’ Promotion (N=108)
	Frequency	                Percent
Strongly Agree	                  30	                   28
Agree	                  53	                   49
Disagree	                  16	                   15
Strongly Disagree	                    3	                     2
Not Sure	                    6	                     6
Total	                 108	                   100




When respondents were asked to comment on the issue of work place environment as whether being an influential factor for an effective performance in an organization, the response was as follows as indicated in table 4.13 whereas 48(44.4%) respondents agreed on the argument while 53(49.1%) disagreed and 7(6.5%) responds were not sure at all.

Table 0.13: Work Place Environment (N=108)
	Frequency	Percent
Strongly Agree	                    20	                   19
Agree	                    28	                   26
Disagree	                    40	                   37
Strongly Disagree	                    13	                   12
Not Sure	                      7	                     6
Total	                   108	                   100




With respect to the factor of recognition among employees to the contribution of effective performance in the police force, 52(48%) respondents agreed with the argument while 43(40%) respondents disagreed and 13(12%) were not sure of the same as summarized in Table 4.14. 
Table 0.14: Recognition (N=108)
	Frequency	Percent
Strongly Agree	                     40	                    37
Agree	                     12	                    11
Disagree	                     23	                     21
Strongly Disagree	                     20	                     19
Not Sure	                     13	                     12
Total	                    108	                     100
Source: Research Data (2020)

4.3	Level of Performance of the Police Force in the Community





Source: Research Data (2020)

One-way Analysis of Variance (ANOVA) was employed to examine the effect of police force performance in the community. Performance of the police force was measured based on efficiency, effectiveness, and legitimacy. Descriptive results of the test indicate that, effectiveness and legitimacy of performance was moderate level with a mean score of 3.1 out of 5.0 respectively. However, performance efficiency was at low level accounting for a mean score of 2.9 out of 5.0 as illustrated on Table 4.15. Further, F-test results indicate that, performance effectiveness, F(1, 107) =.28, performance efficiency, F(1, 107) =.58, and performance legitimacy , F(1, 107) =.02 had  no significant effect (p<.05) in the community. Table 4.16 presents the results.
Table 0.16: ANOVA Test showing Significance of TPF Performance










Source: Research Data (2020)

4.4	The Relationship between Organizational Performance and Motivation
Multiple linear regression analysis was conducted to examine the relationship between motivation and organizational performance. The analysis was preceded by testing five assumptions of multiple regressions.

4.4.1	Assumptions of Multiple Linear Regression
4.4.1.1	Linearity Assumption
Linearity assumption aims at checking whether there is linear relationship between dependent and independent variables. In this case, Pearson correlation was carried out to examine this assumption. Results indicate that, all independent variables had significant relationship (p<.000) with dependent variable as shown on Table 4.17.

Table 0.17: Pearson Correlation Test showing Linearity Assumption
	Rewards, bonus and Incentives	Salary and Allowances	Job Security	Promotion	Recognition	Performance


















*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).
Source: Research Data (2020)

4.4.1.2	Normality Assumption
This assumption measures the existence of normal distribution of values among the independent variables. As indicated on Table 4.18, Skewness and Kurtosis coefficients of the independent variables were within ± 2.58. These affirm that, independent variables adhere to normality assumption.

Table 0.18: Normality Assumption	
Variable	N	Skewness	Kurtosis
		Statistic	Std. Error	Statistic	Std. Error





Source: Research Data (2020)
4.4.1.3	Autocorrelations Assumption
Autocorrelation assumption assumes that, there is independence of errors among independent variables which means low autocorrelations allow accurate significance test. Using Durbin-Watson (DW) test, it was found that, there is low autocorrelations among the variables (DW=.407) as depicted on Table 4.19 for indication of low autocorrelation, DW coefficient ranges from 1.0 to 3.0.

Table 0.19: Autocorrelations Assumption
Model	R	R Square	Adjusted R Square	Std. Error 	Durbin-Watson
1	.451a	.203	.164	.29884	.407
Source: Research Data (2020)

4.4.1.4	Homoscedasticity Assumption
Assumption of homoscedasticity aims at assessing whether variance errors are equally distributed among the predictors of the regression model. Results revealed that, homoscedasticity assumption was attained as regards to scatter plot illustrated on Figure 4.1.

Figure 0.1: Scatter plot showing Homoscedasticity Assumption
Source: Research Data (2020)
4.4.1.5	Multicollinearity Assumption
In order to determine the influence of independent variables on the dependent variable, it is important to check whether their collinearity is low. Table 4.20 indicate that, tolerance was 0.9 or above while Variance Inflation Factor (VIF) was 1.0 for all variables. This gives a notion that, collinearity was very low among the variables since the values of VIF were low and those of tolerance were large. Coefficients of VIF and tolerance are 1-10 and 0-1 respectively.

Table 0.20: Multicollinearity Test
Model	Collinearity Statistics
	Tolerance	VIF





Source: Research Data (2020)

4.4.2	Multiple Linear Regression Analysis
After the successful test of all five multiple regression assumptions, the analysis of multiple regression was carried out. Results indicate that, independent variables explain 20.3% of the model variations. This means that, motivation factors explain 20.3% of the TPF performance. Further, ANOVA test shows p<.000, which indicate that, the regression model was statistically significant.

Table 0.21: Model Summary showing multiple Regressions Analysis
Model	R	R Square	Adjusted R Square	Std. Error of the Estimate	Sig.
1	.451a	.203	.164	.29884	.000
Source: Research Data (2020)
Findings on regression coefficients indicate that, rewards, bonus and incentives, and salary and allowances were significant predictors (p<.000) of TPF performance. However, one increase of rewards, bonus and incentives explains 0.2 increase of performance. Increase of one unit of salary and allowances accounts for 0.3 increase of performance. Also, one unit increase in job security, promotion, and recognition explains 0.02, 0.02, and 0.13 increases in TPF performance respectively. Besides, all variables were positive predictors of the model.










Source: Research Data (2020)










RBI = Rewards, bonus and Incentives
SA = Salary and Allowances






DISCUSSION OF THE FINDINGS
5.1	Chapter Overview
This chapter discusses the findings obtained in the field as analyzed and presented in the previous chapter. The discussion was based on the specific objectives of the studyand draw inference with relation to empirical literature.

5.2	Factors Influencing Performance in an Organization
The study indicates dominant factors influencing better performance in an organization were rewards, supervision, staff performance goals for appraisal system, salary and allowances, company and administrative policies, training, promotions, employee cooperation, employee participation, employee relation, workplace environment, autonomy, feedback, recognition, achievement and advancement. These factors were in harmony with Herzerberg (1974) theory argument as dominant factors for job satisfaction and performance in an organization. 

5.2.1	Salary and Allowances
The study shows that salary and allowances are not sufficient and that the policies related to salaries and allowances are not clear to employees in the police force and sometimes allowances are either paid or not paid at all. These allowances include professional allowances which are being paid to the officers with education level of diploma, degree and master degree. Also, CID allowances which are being paid to police officers who work under investigation department. The findings show that, 76 percent of the respondents agreed that salary and allowances as determinant factors to an organization performance with regards to the dangers and inconveniencies associated with police duties.

 The finding implies that, performance in TPF is staggered due to payment of salaries in the organization as behind schedule. Based on the findings, 7(88%) of the senior officers claimed that, adequate salary and allowances were essential for supporting family and children’s education. The findings are also being supported by Sumra(2004) who believes that high salary has the supremacy to magnetize, maintain and motivate individual performance. Also, Robbins and Judge(2007) argues that, salary payment in most of the developing countries does not correlate with job satisfaction.

5.2.2	Leadership Supervisory Skills
A well skilled and qualified superior officer in an organization supports and encourages employees to support each other in improving performance. The findings indicate that 60 percent of the respondents support poor supervisory skills among senior officers in an organization have been a bottleneck to an effective performance. The finding implies that, there are poor skills in supervising junior officers and even failure to manage chaotic situations for the betterment of an organization performance. This was supported by Chandraseker (2011)who argues that supervision should further be enhanced through the positive use of regular, supportive, good, professional and administrative supervision. The finding is also supported by Golden and Veiga (2003) who suggests that, the study of supervisory relationship is important in determining commitment, job satisfaction and performance of workers.
5.2.3	Effective Implementation of Staff Performance Goals for Appraisal System
Based on the findings, 85 percent of the respondents claim that, staff performance goals for appraisal system are not achieved the fact which has promoted to underperformance in an organization. This implies that, implementation of performance objectives in TPF is yet ineffective, the fact which influence under performance and poor achievement in appraisal system. This finding was supported by Murphy and Cleverland (1995) who pointed out that the organizational goals for appraisal systems need to be compatible between the appraiser and appraise as the appraise want to get out of it and if not, they will not use it effectively.

5.2.4	Company Rules and Policies
The well and sustainable company policies lead to better performance of the employees in an organization. The findings show that 75 percent of the respondents have concurred with the fact that company rules and administrative policies have staggered effective performance in the organization. The finding gives an implication that, the failure of the arrangement of what to expect in the daily routine activities and the degree of explicitness of rules and policies have been a bar to effective performance in the organization.

5.2.5	Training
Training police officers make them to acquire knowledge and current technology to prevent and combat crime. The current increased crime in Tanzania has been a result of lack of efficient training to the police officers. The finding shows that, 75 percent of the respondents agreed that training employees plays a big part to the employee and an organization performance. This means that if the organization lacks training opportunities rates of crime increases.

5.2.6	Promotions
Fairy and equal promotion opportunities enable employees to increase morale for work. The findings show that, 77 percent of respondents agreed that promotion triggers performance at work. The findings further indicate that the underperformance in an organization has been caused due to lack of consistence and fairness promotion policy as well as failure to acquire specific criteria for promotion opportunities. Oshagbemi (1997) concluded that rank as an important determinant factor for job satisfaction. Thus, if one is satisfied with the job meaning that performance increases.

5.2.7	Employee Cooperation
Cooperation at work place especially between superior and junior officers in an organization promotes positive relationship between the dual and thus encourages mutual trust and affect performance. The study shows that 60.2% of the respondents agreed support cooperation being a contributory factor to better performance in an organization. The underperformance in the police force has been associated with number of factors including poor communications between junior and senior officers accompanied by lack of implementation of the cooperative approach which could bring a sense of belonging in an organization. Wikna (2008) states that, management needs to show leadership and set the tone for performance building the right culture based on efficient delivery of service, organized and multidisciplinary team work and effective communication at all levels. Further argued that leadership needs to provide and allocate tools for performance management for an improvement of the employee performance.

5.2.8	Employee Participation
The presented data shows 70% of the respondents agree employee participation as the determinant factor to better performance in an organization. Thus, senior officers in the police force need to initiate a participatory approach and involve low ranked officers in making decision and other activities for better improvement of the organization goal and performance as a whole. Results implies that, if the employees are involved in decision making and problem solving acquire an ability to contribute on how to handle and solve some of the issues in an organisation. The hierarchical principles and top down commanding orders in an organization has been a bar to an effective performance as the junior officers fail to address their views and ideas due to the orders and directives given by superior officers. This statement is also supported by Brown(1996) who argues that managers need to initiate job involvement activities in the organization for better improvement of the organization performance.

5.2.9	Workplace Environment
Conducive working environment encourages police duties to be done in an appropriate and highly motivated manner. Police officers accommodated with appropriate facilities, better working tools and appropriate workplace features can probably engage with better performance unlikely to those who work under inconvenience situation who will most probably engage with low performance and end up with occupational issues such as absenteeism. The study reveals that, the underperformance in an organization was resulted by a lack of facilities such as police uniforms, patrol cars, field craft weapons and other police gears. This study is also supported by Naharuddinand, (2013) who claims that, employees work performance level depends on the factors of work place environment. 

5.2.10	Recognition
Basing on the comments about recognition as among the factor that affects performance in an organization, the study findings reveals that the number of respondents who agreed is larger than the number of the respondents who disagreed. This situation implies that, recognition among officers with better tendency of performance is poorly practiced, the fact which leads to demoralization and underperformance in the organization. the findings in line with Hertzberg(1974) theory on the argument that, recognition of employee performance is among important motivating factor which provides satisfaction to an employee and put an individual to superior performance.

5.3	Employee Performance in the Police Force
The question of performance in an organization on whether there is good or poor performance shows that most police officers of the rank and file up to the rank of inspectors argue that performance is poor due to job dissatisfaction while officers from the rank of assistant superintendent of police to the rank of assistant commissioner of police claim that there is good performance. This situation may be possible due to Fact that higher ranked officers are more satisfied with their work performance due to acquiring of many incentives with respect to their ranks and virtual of their positions they hold as most of them are heads of  departments and units such as Officers Commanding Stations (OCSs), Officers Commanding of Criminal Investigation Department (OCCIDs), Officers Commanding District (OCDs) and Regional Police Commanders (RPCs) other than rank and file officers who only obey orders and directives from their superiors. This finding is also supported by Oshagbemi (1997) who concluded that rank is an important determinant factor for job satisfaction.

5.4	The Level of TPF Performance in the Community
Findings suggest that, performance of TPF in the community in terms of efficiency, effectiveness, and legitimacy was at moderate level. However, the performance effect was statistically insignificant (p>.000). This provides an implication that, performance of TPF in the community has not proved successful progress despite it is moderate level of performance. This may be accelerated by on-going poor motivational strategies implemented in the TPF without effective reforms. This is also giving a notion that, it is possible, with inexpensive and quick measures, to boost police effectiveness and public image in a very short period of time through improved work satisfaction.

5.5The Relationship between Organizational Performance and Motivation

















SUMMARY, CONCLUSION AND RECOMMENDATIONS
6.1	Chapter Overview
This chapter presents the summary, conclusion and policy recommendations of the study. It also provides suggestions on area for further studies.

6.2	Summary
The main objective of this study was to assess factors influencing performance in the police force in Mtwara region. Newala district was selected as a case study. Three specific objectives were developed to accomplish this study. First was to identify best factors affecting performance in an organization. Second was to assess the level of good performance in an organization. Third was to examine the relationship between motivation and organization performance. Survey was conducted using questionnaire as a data collection tool. The questionnaires were distributed to fit total number of 108 respondents.

First objective results indicate that, sample 82(76%) respondents agreed that provision of rewards including bonus and incentives to employees contributes to an effective work performance.60(55%) respondents agreed on Leadership Supervisory Skills as an influential factor to an effective performance in the work force.92(85%) respondents agreed to the argument that, failure to an effective implementation of the staff performance goals for appraisal systems affects performance in the police force.89(82.4%) respondents agreed the fact that, salary and allowances contribute to an effective performance in the police force.48(44%) respondents agreed job security affects work performance in the police force.70(65%) respondents agreed that for an effective performance in the work place there should be a degree of explicitness of rules and policies.81(75%) respondents agreed that training employees is important for improving work performance.83(77%) respondents agreed on the argument that, promotion increases work performance in an organization.48(44.4%) and 52(48%) of the respondents supported working environment and recognition influence organizational performance respectively.

Second objective results indicate that, effectiveness and legitimacy of performance was moderate level with a mean score of 3.1 out of 5.0 respectively. However, performance efficiency was at low level accounting for a mean score of 2.9 out of 5.0.Further, F-test results indicate that, performance effectiveness, F (1, 107) =.28, performance efficiency, F(1, 107) =.58, and performance legitimacy , F(1, 107) =.02 had  no significant effect (p<.05) in the community. Third objective results revealed that, independent variables explain 20.3% of the model variations. This means that, motivation factors explain 20.3% of the TPF performance. Further, ANOVA test shows p<.000, which indicate that, the regression model was statistically significant. Findings on regression coefficients indicate that, rewards, bonus and incentives, and salary and allowances were significant predictors (p<.000) of TPF performance. 

However, one increase of rewards, bonus and incentives explains 0.2 increase of performance. Increase of one unit of salary and allowances accounts for 0.3 increase of performance. Also, one unit increase in job security, promotion, and recognition explains 0.02, 0.02, and 0.13 increases in TPF performance respectively. Besides, all variables were positive predictors of the model.
6.3	Conclusion
This study aimed at assessing factors influencing performance in the police force. The study provides evidence that, motivational factors have significant influence on performance of TPF. There is significant link between motivation of a police employee and organizational performance. Findings suggest that, five factors were more prominent in addressing motivation of police towards performance. These include rewards, bonus and incentives, job security, promotion, recognition, salary and allowances. However, these factors tend to attribute only 20% in TPF performance which is statistically very low. It is therefore affirming that; motivational strategies lack effective means of implementation at TPF.

It also gives an implication that, policies related to salaries and allowances are not clearly stipulated to the employees, salaries are not fairy paid, allowances such as rent allowances, professional allowances, and risk allowances are as well not paid accordingly. There is no compliance in promotion opportunities as guided by the police general order (PGONO.53) which stipulates promotion in the police force to be based on seniority, merit and possession of certain prescribed qualifications. Poor working conditions, lack of working facilities such radio calls, photocopy machines and computers have also led to underperformance in the police force.

The finding reveals that motivation factors both intrinsic and extrinsic increases work morale to employees in effecting performance.  The study finding reveals the factors for good performance as provision of adequate salary and incentives, consistent promotion opportunities, frequent training opportunities, recognition, good leadership supervisory skills, achievement, good working environment, feedback as well as achievement and advancement. Furthermore, the finding reveals the impacts of good organization performance as prevention of crime, observation of human right and protection of property, maintenance of law and order as well as reducing traffic accidents.

The findings have also revealed that there is a close relationship between motivation and an organization performance. That is whenever there are higher motivation performance increases. This study is supported by Herzberg’s (1966) who states strong determinants of job satisfaction as recognition, work itself, responsibility and advancement. Carlain (2007) further explains that good job satisfaction offers many positive benefits to both the police employee as well as the organization. The study also supports job dis-satisfiers as determined by Hertzberg as company policies and administration, supervision, salary, interpersonal relations and working conditions.

6.4	Policy Recommendations
The researcher recommends as follows;
i.	The company should allow employees to develop a sense of teamwork and enhance a co-worker relationship in order to increase satisfaction as teamwork is an important aspect for an organization productivity as well as performance.
ii.	The company should make clear of the policies and rules governing an organization. Rules and policies that are clear and equally applied to all employees’ increases work morale and can go a long way in improving employees work performance.
iii.	An organization should make sure that employees are in a good position to apply their personal talents to enhance individual satisfaction. When employees are in the proper way and feel a sense of achievement and face challenges, their talents will be in line with the goals best suited for them and hence improves the organization performance.
iv.	Senior officers in the police force should acknowledge junior officers who do well in their jobs. Positive and constructive feedbacks boost employees’ morale and keep them working in the right path.
v.	An organization should give employees a freedom of ownership of their work to raise job satisfaction. Job satisfaction as well as a sense of belonging occurs when individuals know that they are responsible for the outcome of their work performance.
vi.	It is also recommended that the company should develop employees in acquiring new skills and technology in order to combat the current and ongoing cyber offences. Training employees is a tool that keeps employees grows professionally.
vii.	Should the government make sure that employee salaries and other benefits are satisfactory compared to other organization. A company wishing to increase performance must also offer competitive wages and allowances as these factors increase work morale and affect performance.
viii.	The government should make sure that work place equipments and barracks accommodations are abundantly available. Work place equipments and facilities such as office uniforms, patrol cars, field craft weapons handcuffs and body hammers play significant impacts on employee morale in which may affect work productivity. Barrack accommodation is also useful as facilitates mobilization of the police officers in any call of emergency.
6.5	Areas for Further Research
This study focused on assessing the role of motivation (both intrinsic and extrinsic factors) on performance in an organization. There is need for further research to be done to investigate the relationship between intrinsic and extrinsic factors of motivation. This will help a researcher to determine the followings;
i.	Whether there is a relationship between intrinsic and extrinsic factors of motivation to the contribution of organizational performance.
ii.	If there is a relationship to determine whether the dual relationship weighs the same in affecting organizational performance.














Acas (2005). The Acas Model Workplace, Acas, July 2005.
ALDamore, F. M. (2015). Human Resource Management Practices on Organizational   Performance in Libya firm. Asian Social Science, 11(23), 51-58.        
Armstrong, M. & Baron, A. (1998). Performance Management: The New Realities, London IPD.
Armstrong, M. (2008). Handbook for Human Resource Management. Kogan Page, London.
Armstrong, M. and Baron, A. (1998). Performance Management the new realities Development Practice. Institute of Personnel and Development. Cornel University, U.S.A 
Armstrong, M. & Baron, A. (2005). Managing Performance. London, CIPD.
Barungi, T, C (2005). Report of the Ag. Commissioner of Police Medical Services during a Workshop for Medical Personnel of the Force at Hotel Africana on June 24, 2005.
Bateman, T, S and Organ, D.W (1983). Job Satisfaction and the Good Solidarity: The Relationship between Affect and Employee Citizenship; Academy of Management Journal. 26(4), 587-595. 
Bhattaryya, D. K. (2005). Research Methodology. Excel Book, New Delhi.
Bohlander, S, G. (2004). Managing Human Resources, 13th Edition, International Student edition.
Boswell, W. Boudreau, J. (2000). Employee Satisfaction with Performance appraisal and appraisers: The role of Perceived appraisal use: Human Resource Development, Quarterly, 11(3), 283-299.
Bourne, M. Mills, J. Wilcox, M. Neely, A. and Platts, K. (2000). Designing, Implementing and Updating Performance Measurement Systems: International Journal of Operating and Production Management, 20(7), 1-5. 
Bragg, D, J. (2003).The Seasons of Police Officers life. An analysis of Influence of Carrier Stage on the Job Satisfaction and Work Commitment of Queens land Police Officers. A doctoral dissertation, Queensland University Technology.
Brans, J, &Vineke, P (1985). A Preference Ranking Organizations Method: The PROMETHEE method for multiple criteria decisions making. Management Science, 31(6), 644-656.
Brunnetto, N. & Farr, W. R (2003).The Commitment and Satisfaction of Lower Ranked Police Officers Lessons for Management. An Inter Journal of Policing Strategies and Management. 26 (1), 5-10.
Carter, D & Sapp, D, A (1990). The oral action of higher education in law enforcement; Preliminary findings from a national study. Journal of Criminal Justice Education, 1(2), 59-65.
Carter, D, L & Corter J. G. (2009). The Intelligence Fusion Process for State, Local and Tribal law Enforcement; Criminal Justice and Behavior, 36(13), 23-39.
Chandraseker, K. (2011). Work Place Environment and its Impact on Organizational Performance in Public Sector Organizations. International Journal of Enterprise and Business Systems, 1(1), 2-32.
Chokprachakchat, S, (2011). Guidelines for the Royal Thai Policies Human Resource Management. Bangkok, Thailand. The Secretariat of the Senate, in Thai.
Cole, M. S., Feild, H. S., & Harris, S. G. (2004). Student learning motivation and psychological hardiness: Interactive effects on students' reactions to a management class. Academy of Management Learning & Education, 3(1), 64-85.
Creswell, J. W., & Plano Clark, V. L. (2007). Designing and Conducting Mixed Methods Research. housand Oaks, CA: Sage.
Da, W. (2003). Behavioral Factors Important for the Successful Implementation and Use of Performance Management Systems. Management Decisions, 41(8), 1-5.
Dollard, M. F, Minefield, H. R and Wine Field, A, H. (2001). Occupational Strain andEfficacy in Human Service Workers: when the rescore become the victim.
Fisher, C. (2003). Why do lay people believe that Satisfaction and Performance are Correlated? Possible Sources of Common-Sense Theory. Journal of Organizational Behavior, 24,753-777.
Fletcher, C. (2001). Performance appraisal and Management: The developing research Agenda, Journal of Occupational and Organizational Psychology,74, 473-487
Furnham, A., Farde, L. and Ferrari, K. (1998). Personality and work motivation. Personality and individual differences, 26, 1035- 1043.
Goldstein, H. (1979). Improving Policing, A problem Oriented Approach Crime and Delinquency, 25(2), 236-258.
Harrison, R. & Stones, H. (1993). Diagnosing Organizational Culture Instrument. San Francisco, Jossey- Bass/ Pfeiffer.
Herzeberg, F, Mausner, B and Synderman, B (1959). The Motivation to Work. New York: John Wiley & Sons.
Herzeberg, F. (1993). The Motivation to Work. New Jersey, New Brunswick. Karuhanga, B. (2010). Challenges of Performance Management in Universities in Uganda, International Research Symposium in Service Management. Lemeridien Hotel, Mauritius, 24-27.
Johnson, B. & Christensen, L. (2010) Educational Research: Quantitative, Qualitative, and Mixed Approaches. UK: SAGE.
Johnson, C. (2005). Employee Motivation. A Comparison of Tripped and Non-Tipped Hourly Restaurant Employees. Rosen College of Hospital Management University of Central Florida Orlando, Florida. 1- 140.
Kahn, W, (1990). Psychological Conditions of Personal engagements and Disengagements at work. 33. 692- 724.
Kamau, E. (2006). The Police, the People, the Politics: Police Accountability in Tanzania. From [ttps://books.google.co.tz/books?]
Kothari, C, R. (2004). Research Methodology: Methods and Technique 2nd Revised Edition, Demesh Printers, New Delhi.
Lea man, A. (1995). Dissatisfaction and Office productivity, Facilities, 13 (2), 13-19.
Leblebici, D. (2012). Impact of Work place Quality on Employee’s Productivity: A case Study of a Bank in Turkey: Journal of Business, Economic and Finance, 1 (1), 38-42.
Locke, E. and Latham, G. (1990). Work Motivation: The High-Performance Cycle in Klein berk u, et al (eds.), Work motivation, Hillsdale NS: Lawrence Erlbasm.
Locket, J. (1992). Effective Performance Management. Kogan Page, London.
Lukosi, D. (2015). Employees’ Job Dissatisfaction and Organizational Performance in Tanzania Police Force: The Case Study of Tanzania Police Force Headquarters
Maguire, M, Rodney, M, & Robert, R. (2007). The Oxford Handbook of Criminology. Oxford University Press, Social Sciences.
Maslow, A. H. (1943). A theory of human motivation, Psychological Review, 50, 370-396
MC Gregor, J. (2009). Performance Review Takes a Page from Face book: Bossiness Week, 12 March.
Murphy, KR. and Cleveland JN. (1995). Understanding Performance Appraisal. Theosond Oaks, Sage.
Mwema , S. (2008). Security Challenges; the Tanzania Situation. 
Needle, D. (2004). Business in Context; an Introduction to Business and Its Environment. 12(1), 8-17  
Ngirwa, C, A. (2005). HRM in Africa Work Organization, Vol, one, POB Dar es Salaam. 
Naharuddin, N. and Sadegi, M. (2013). Factors of Work Place Environment that AffectEmployees Performance. A case Study of Miyazu Malaysia. International Journal of Independent Research and Studies, 2(2), 66-78.
Osborn, G. (2010). Education Law Association. Pp 980-90.                                                                      
Pallary, F. Alliger, G. and Stone, R, E. (1994). Construct Validation of two InstrumentsDesigned to Measure Job Involvement and Work Centrality. Journal of Applied Psychology, 79, 224-228.
Peters and Waterman (1982). In search of Excellence, Harper and Row, New York.
Pollit, C &Bouckaet, G. (2000). Public Management Reform: A Comparative Analysis, 2nd edition. Oxford University Press. Oxford.
Potts, M. (1998). An A-Z of Training and Development. Kogan Page Limited; London. Police Force and Auxiliary Service Act, (Cap 322 R.E. 2002). Police General Order
Prasad, L. M, (2006) Human Resource Management 2nd edition New Delhi: Sultan Chand & Sons Torrington, D. and Hall (1987). Personnel Management, A New Approach Prentice- Hall International, London.
Rainer, S (1996). Public Performance Management. Oxford Publishers.
Ravasi, D. and Schultz, M. (2006). Responding to Organizational Identity Threats:Exploring the Role of Organizational Culture: Academy of Management Jounal.49 (3). 433-458.
Rees, DW. And Porter, C. (2003). Appraisal Pitfalls and Training Implications Part 2, Industrial and Commercial Training. 36 (1), 29-39.
Salancik, G.R and Pfeiffer, J. (1997). An examination of need- Satisfaction of the job attitude. Administrative science Quarterly, 22 (3), 427-456.
Santiwong, T. (1984). Human Behavior in Organization. Bangkok, Thailand, Thai Wattanapanich. (In Thai).
Staw, B.M. (1976) Intrinsic and Extrinsic motivation. Morristown, NJ: General Learning Press.
Stephen, P. (1999). Management 6th edition prentice Hall International, Inc.
Strebbler, M. Robinson, D. and Berans, S (2000). Performance Review Balancing Objectives and Content. IES Report 370, Brighton Institute of Employment Studies. 
Tanzania Police Force Annual Report. (2008). Accessed on 3rd June 2020 from https://apcof.org/country-data/tanzania.
Tanzania Police Force Annual Report. (2009). Accessed on 3rd June 2020 from https://apcof.org/country-data/tanzania.
Wagner, A.J. (1994). Participation’s effects on performance and satisfaction: A reconsideration of research evidence. Academy of Management Review, 19(2), 312- 230.
Walker, S. (2004). The Discipline Matrix: An Effective Police Accountability Tool. Conference Report. Omaha, University of Nebraske, Omaha.
Weisdurd, L. (2003). An Evaluation in the Choice of Inputs and Outputs in theEfficiency Measurement of Police Force: Journal of Social Economics, 32(6),701-710.













APPENDIX I: QUESTIONNAIRE GUIDE FOR GAZZETTED OFFICERS, INSPECTORS AND RANK & FILE POLICE OFFICERS

Please, kindly answer these questions to the best of your knowledge.
I assure you that the information provided is for research purpose only. I want to take this opportunity to thank you for availing yourself and thereby contributing to this academic exercise.
Instructions
Put a tick [√]   where appropriate
Gazzetted officer 
Inspector  Rank &File

The responses means: SA = Strongly Agree, A =Agree, D = Disagree, SD = Strongly Disagree, NS = Not Sure
Put a tick in one of the spaces provided for each preposition
Question relating to best factors to be considered in order to improve performance in the Police Force







i	Provision of rewards to police officers especially those who work better					
ii	Good leadership supervisory skills					















Others if any (mention)					

Question relating to impacts of motivation onperformance in the police force
2. Do you think the following are the impacts of motivation on performance in the Police force?(In each space tick only one item among the items ranked 1,2, 3, 4 and 5)





iii	Reduction of traffic accidents and traffic jams					
iv	Maintenance of law and order					
v	Observation of human rights					
Others if any (mention)					
APPENDIX II: INTERVIEW GUIDE FOR GAZZETED OFFICERS, INSPECTORS & RANK & FILE POLICE OFFICERS
1.	Do you think motivation factors such as recognition, feedback, achievement and autonomy can lead to good performance in the Police force?
Yes ( )  No ( )
2.	What about promotion, leadership supervisory skills, training, salary and allowances, peer relationship, working environment and cooperation do they play the same role like question one above in improving performance in the Police Force?
Yes ( )  No ( )
3.	On your view, what do you think could be the best factors in order to improve organizational performance in the Police Force?
………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
4.	On your view, what do you think could be the best factors influencing performance in the Police Force?
…………………………………………………………………………………………………..
5.	Do you think reduction of crime, maintenance of law and order, reduction of traffic accidents and traffic jams are the effects ofgood performance in the Police force resulting from motivated Police officers?
Yes ( ) No ( )
6.	On your view, what do you think could be the impacts of motivation towardsperformance in the Police force?
……………………………………………………………………………………………………………………………………………………………………………………
7.	Do you think that there is any relationship between motivation and organizational performance in the police force?
Yes ( ) if yes why? …………………………………..............................................
No ( ) if no why?  ……………………………………………………….























-Employee well fare 
-Peer relationship
--Employee participation
-Working environment


Organisational Performance



